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CAPITAL AMBITION’S WORKFORCE INTELLIGENCE GROUP

Research Report – 21 January 2009
Workforce Intelligence Group is currently working on the following: 

· Microsoft Excel workforce spreadsheets; refer to Capital Ambition projects

· Workforce Data Mart for London; refer to Capital Ambition projects

· Human Capital Metrics Benchmarking; refer to Appendix II for recent summary

· Workforce Planning; refer to Capital Ambition projects 

Contact: 

paul.warren@londoncouncils.gov.uk
peter.thomas@londoncouncils.gov.uk
Pay & Employee Relations Forum.  This year’s pays & benefits surveys - occupational groups and chief officers - are currently being conducted. Survey questionnaires and notes for guidance have been shared with some of the other Regional Employers.  

The current meeting and event programme is as follows: 

· Meeting: 4 March 2009 - Audit Commission, CAA briefing, KLOE 3.3.  A briefing by the Audit Commission on the Key Line of Enquiry covering the workforce. 

· Event: 12 March 2009 - Masterclass - Institute for Employment Studies - Modernisation of Reward Strategies 

· Event: 14 May 2009 - IES/Eversheds - Equality and the Law - Compliance and Beyond)

· Meeting: 3 June 2009 -  IES - Workforce Segmentation and Reward

Contact: peter.thomas@londoncouncils.gov.uk
Employment Research
Sickness Absence Survey  

Based on the current replies the results for the sickness absence survey are:

	SICKNESS ABSENCE
	Mean
	Median

	Working Days Lost
	10.6
	10.5

	Percentage of Working Time Lost
	4.6%
	4.6%


Note: Based on 228 working days.

In Appendix I a three year rolling average
 time series is shown.  The series shows that since its peak at the start of the decade, there has been a decrease of about 0.9 days in the average number of days lost through absence. Using an estimate of 110,000 FTE employees, this fall equates to an extra 430 FTEs providing services across London.
Employee well-being.  Stephen Bevan from the Work Foundation presented on this topic at the November meeting of the Greater London Employers Forum. Stephen highlighted that while up to 3 to 4 per cent of the workforce may be away from work through illness on any one day, a further 25 per cent may be performing sub-optimally while at work because of physical or mental strain. The cost of the latter will dwarf those of the absent workers – yet are rarely the subject of management scrutiny or action. Stephen’s slides are available on request. 
Employee Turnover Survey

Based on the current replies the results for the employee turnover survey are:

	EMPLOYEE TURNOVER
	Mean
	Median

	Overall Turnover
	13.6%
	13.6%

	Resignations
	7.9%
	8.5%


In the next report we will produce a time series summary.

Capital Ambition Workforce projects

Provided is a brief summary and update on the thinking to date.
Workforce Metrics Data Mart - Transforming Workforce Reporting

There are now six boroughs participating in the initial project. Merton (Lead Borough), Haringey, Kingston upon Thames, Kensington & Chelsea, Sutton and Waltham Forest.  An initial working model holding information on three boroughs has been developed. It has been agreed to brand the project - CAPITAL INTELLIGENCE, data Insights on the London Workforce.
Given continuing developments in ICT there is an ongoing need to review and develop how workforce information is best collected and reported.  This is potentially a new, cost-effective and innovative approach.    

This aim of the ‘initial phase’ of the project is to explore the feasibility of establishing a regional workforce/human capital data mart
 for the London boroughs. With this concept boroughs would upload their workforce information into a web-based database and this would allow them, using a reporting tool, to drill down into their own data while having comparable top level benchmarking data available from other participating boroughs. 

There are two discrete but interrelated outputs to the project; namely, to develop the facility to collect and report workforce information 

1) on a pan-London basis; and/or 

2) to provide individual boroughs with an internal web based reporting capability 

Element (1) hosting the information on the web will allow workforce information – including the agreed people management performance metrics - to be produced and benchmarked across the boroughs more easily; the development also potentially supports improved workforce planning. 

Element (2) participating boroughs will be able to roll out the tool and provide access to workforce information to an unlimited number of mangers in a cost efficient way. 

The aim of the initial stage is to develop a working ‘proof of concept’ pilot version of the tool: hosting workforce information from three and six London boroughs; with an analytical tool comprising six to ten reports.

The plan is to build this project on a phased and incremental basis, using wherever possible the skills that we have within the workforce intelligence group. At this stage a review is planned before a decision is taken on whether to progress to the second stage. 

Using a Total Reward Model to Developing a Reward Strategy

A borough has volunteered be to act as exemplar case study for the project which will start in early February. 

Total reward (TR) includes all types of reward - non-financial as well as financial, indirect as well as direct, intrinsic as well as extrinsic. It is a value proposition which embraces everything that people value in the employment relationship and should be developed and implemented as an integrated and coherent whole.

Most TR strategies are based on the following model.

· compelling future - vision/vales, growth/success, positive brand

· positive workplace - people focus, leadership, collegiality, trust/recognition. involvement/openness

· individual growth - development/training, career enhancement,

· total remuneration - base, variable, benefits  

TR statements are fine but limited; it is important to understand how the reward proposition motivates people at work and what elements people most value and why.   

It is proposed to use this grid to help develop an understanding of this and to construct a framework using TR principles to provide a methodology to help individual boroughs develop an appropriate reward strategy to meet their differing needs.  

The framework will allow boroughs to understand and take an informed view on: 

· the connection between reward and the psychological contract

· what people value - this will allow the impact of any proposed changes to be gauged - for example, it is possible that a benefit that costs relatively little is disproportionally valued; a change could therefore a disproportionate impact.

Workforce Planning 

Initial meeting held with Infohrm - a specialist organisation working across the world on workforce planning/workforce metrics. 
Workforce planning at its simplest is: demand forecasts, supply projections, identify gaps, actions to fill gaps, possible using two different scenarios. Current workforce plans don’t tend to go in to this detail.  The suggested idea is a supply side project looking at the age and nationality of three key occupations. The aim will be to model two scenarios to identify potential gaps in the workforce. Possible occupations – planners, senior care staff and children & families social workers – the objective will be to have ‘proper’ workforce model to illustrate what could happen. The aim will be to work with as many boroughs as practicable in order to generate a regional picture,

Support to Boroughs on KLOE around Workforce for CAA

A meeting is planned in January for Capital Ambition to clarify with boroughs their exact requirements and the type of regional support that can be provided
Institute for Employment Studies – Employee Engagement

A London borough is participating as an exemplar organisation; aim is to have interim results available for the London boroughs in April/May 2009. 
Building on IES’s engagement research the aim is to identify ‘engaging’ characteristics that can be built into line manager assessments and training programmes. The project will explore a variety of issues such as: can engaging behaviour be learnt?; are engaging managers effective only within the context of their own organisation, or are their skills transferable?; what gets in the way of being engaging – time, lack of inclination, lack of confidence, feeling driven by tasks/targets?; what works best (and therefore perhaps could be learnt by the organisation and taught to other managers)?; what is the impact of an engaging manager on performance?; do managers learn how to behave from senior managers/leaders?; and how do engaging managers handle unusual events? 

Appendix I: Rolling Three Year Period – Average Number of Working Days Lost 

	Three Year Period 
	94/96
	95/97
	96/99
	97/00
	99/01
	00/02
	01/03
	02/04
	03/05
	04/06
	05/07

	Average Working Days Lost
	10.8
	10.7
	10.8
	10.8
	11.0
	11.2
	11.2
	11.0
	10.8
	10.4
	10.3

	Index
	100
	99.7
	100.3
	100.6
	102.2
	103.7
	104.3
	102.5
	100.6
	96.9
	96.0


Note: No survey in 1998/99 hence the wider ‘time gap’ for 96/99 and 97/00. Date shown refers to start date of survey; 07 refers to 2007/08,
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Appendix II: 
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Average number of days lost per employee 10.2 10.3 Agency staffing rate % 15.5 15.9

Cost of sickness absence (£) 3,230,082 3,417,856 Cost of agency staff (£) 6,723,609 9,554,399

Average time taken to recruit (days) 44 51

Employee turnover % 12.6 12.1

Voluntary turnover % 7.9 8.0

Promotion rate % 5.8 5.4

Median Average

Average Turnover Rates by Length of Service

Cost of HR per employee (£) 700.64 891.98

Average %

HR operating cost as % of total costs 0.9 1.1

<1 yr 16.5

1 to <2 yrs 17.4

2 to <3 yrs 15.8

3 to <5 yrs 16.0

5 to <10 yrs 13.8

Median Average

10 to <15 yrs 7.2 Disability as % of average headcount 3.8 4.6

15+yrs 10.0 Average age 44 44

Gender as % of average headcount Ethnicity as % of average headcount

Average % Average %

Male 34.7 Asian 8.3

Female 65.3 Black 18.9

Chinese 0.7

Age as % of average headcount

Mixed 1.9

Average %

White 63.8

16 to 24 3.9 Other  2.1

25 to 39 30.5 Not known 4.3

40 to 49 31.4

50 to 64 32.4

65+ 1.8

Diversity Indicators

Absence, Recruitment and Retention Indicators

London Boroughs Human Capital Metrics Scorecard - Quarter 1 2008 (12 months to March 2008)

Agency Staff Indicators

HR Service Delivery Indicators

Diversity Indicators








� Used to smooth out short-term fluctuations in the data and highlight longer-term trends.


� A data mart is a specialised version of a data warehouse focusing on a specific data area
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